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ABSTRACT 
This study covers a questionaire survey on the aspects of: perceived self-
efficacy, satisfaction with career and self advancement, perceived participation in 
decision-making and frequency of use of influence tactics, among 307 respondents 
(143 male and 164 female) f rom the Executive Officer Grade of the Hong Kong 
civil service. The analyses indicate that with control for other relevant variables, 
gender is not a significant factor contributing to the differences in the above aspects 
among individual respondents. Instead, one ' s perceived self-efficacy and 
membership in the workplace network were found to be consistently significant. 
Rank position is also significant except for satisfaction with career and self 
advancement. Other variables: mentoring and sponsoring relationships, 
membership in the grade network, length of service in the present rank, marital 
status and child-bearing responsibility have been included in the analyses for the 
former three dependent variables and no significant relationship was shown. 
i i i 
T A B L E OF C O N T E N T S 
ABSTRACT 11 
T A B L E O F C O N T E N T S 111 
LIST O F T A B L E S v 
A C K N O W L E D G E M E N T S vii 
Chapter 
I O B J E C T I V E A N D S C O P E OF S T U D Y 1 
II L I T E R A T U R E R E V I E W 4 
Human Capital Perspective 4 
Sociopsychologicial Perspective 5 
Sex-role Socialisation 5 
Sex-role Stereotyping 6 
Organisation-Structure Perspective 7 
Major References for Themes and Methodology 7 
Perceived Participation in Decision-making 8 
Upward and Downward Influence Tactics 9 
III T H E O R E T I C A L CONSTRUCT OF STUDY 11 




Dependent variables 18 
Independent (explanatory) variables 18 
Perceived self-efficacy 19 
Position Rank 19 
Length of service 19 
Mentor and sponsor 20 
i v 
Informal Networks 20 
Socio-demographic characteristics 20 
Data Analysis Methods 21 
V FDs[DrNGS 23 
Mentor 23 
Sponsor 24 
Length of Service in the Grade before Promotion to the Present 25 
Rank 
Satisfaction with Career and Personal Advancement 25 
Perceived Level of Influence 27 
Perceived Level of Participation in Decision-making 27 
Committees 
Perceived Level of Influence in Decision-making Committees 29 
Perceived Level of Influence at Functional Section Level 30 
Perceived Level of Influence at Division Level 32 
Perceived Level of Influence at Department Level 33 
. P e r c e i v e d Degree of Equal Influence 35 
Overview of the findings for Perceived Level of Influence 36 
Perceived Self-efficacy 37 
Workplace Network 38 
Frequency o f U s e o f U p w a r d and Downward Influence Tactics 40 
Upward influence 40 
Downward influence 42 
VI DISCUSSION 45 
Satisfaction with Career and Personal Advancement 45 
Perceived Level of Influence 46 
Frequency of Use of Influence Tactics 47 
Overview of Themes in the Study 48 
VII C O N C L U S I O N A N D SUGGESTION FOR FUTURE R E S E A R C H 53 
VI 
LIST OF T A B L E S 
Title Page 
T A B L E 1 A breakdown of E 0 grade by rank and gender 15 
T A B L E 2 Sample Characteristics 17 
T A B L E 3 Respondents reported having had mentor(s) 23 
T A B L E 4 Respondents having had sponsor(s) 24 
T A B L E 5 Average years of service in grade before promotion to 25 
� present rank 
T A B L E 6 Effects of independent variables on Satisfaction with 26 
career and personal advancement 
T A B L E 7 Effects of independent variables on perceived level of 28 
participation in decision-making committees 
T A B L E 8 Effects of independent variables on perceived level 29 
of influence in decision-making committees 
T A B L E 9 Effects of independent variables on perceived level of 31 
influence at functional section level 
T A B L E 10 Effects of independent variables on perceived level of 32 
influence in division 
T A B L E 11 Effects of independent variables on perceived level of 34 
influence at department level 
T A B L E 12 Effects of independent variables on perceived degree of 35 
equal influence 
T A B L E 13 Effects of independent variables on perceived self- 37 
efficacy 
T A B L E 14 Effects of independent variables on workplace network 39 
VI 
T A B L E 15 Means and significance levels of frequency of use of 40 
tactics for upward influence 
T A B L E 16 Pillais multivariate tests of significance of simple and 40 
interaction effects onfrequency of use of tactics for 
upward influence 
T A B L E 17 Univariate F-tests of significance of simple and 41 
interaction effects on frequency of use of tactics for 
upward influence 
T A B L E 18 Means and significance levels 42 
of frequency of use of tactics for downward influence 
T A B L E 19 Pillais multivariate tests of significance of simple and 42 
interaction effects onfrequency of use of tactics for 
downward influence 
T A B L E 20 Univariate F-tests of significance of simple and 43 
interaction effects onfrequency of use of tactics for 
downward influence 
vii 
A C K N O W L E D G E M E N T S 
I would like to express my gratitude to Dr R I Wes twood, my project 
supervisor, w h o has given me valuable advice and guidance in the course of this 
M B A project. He has particularly given me precious advice on the scope of the 
project and the structure of the project report. 
* 
1 
C H A P T E R I 
O B J E C T I V E A N D S C O P E OF S T U D Y 
W o m e n in management has been a salient topic for researches of behavioral 
sciences for the past f ew decades. The concern arose naturally f rom the fact that 
there has been an increasing number of women participating in the work force and, 
more importantly, taking up managerial positions in organisations. The implications 
of this phenomenon on organisational behaviors are intricate and extensive. Yet, it 
is unequivocable that the increasing presence of women in managerial positions has 
created more tensions in intra-organisational interactions and raised challenges to 
the assumptions underlying traditional management theories. It is therefore 
unsurprising that a large pile of literature has been devoted to investigate gender 
issues in relation to organisational politics. 
Organisational politics involves those activities taken within organisations 
to acquire, develop, and use power and other resources to obtain one ' s preferred 
outcome in a situation in which there is uncertainty or dissensus about choices. 
(Pfeffer 1981) It is an important aspect of organisational experience. O n e ' s 
psychological response, in terms of satisfaction or gratification, to his 
organisational experience is another important topic as it has great implication on 
one ' s work moral and general psychological well-being. 
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This study attempts to examine the perceptions of male and female 
managers in the public sector with respect to: self-efficacy, satisfaction wi th career 
and personal advancement, influence at various levels of the organisation and 
f requency of use of different influence tactics. The latter two aspects are directly 
related to intra-organisational politics. The concern is whether the male and female 
managers in the public sector exhibit significant difference in perceptions about the 
extent of their own influence in the organisation with the other relevant factors 
• 
controlled. The next concern are the ways these managers exert their influence, ie 
their preferred influence tactics expressed in terms of the frequency of use. The 
study on satisfaction with personal and career advancement is intended to k n o w the 
managers ' psychological response to the progress of their own career and personal 
achievement. And lastly, the study on self-efficacy is intended to k n o w h o w the 
managers perceive about their own abilities and capabilities. 
O n e ' s perceptions about these aspects are affected by many factors. This 
study is to investigate the extent of variance in the respondents ' perceptions 
accounted for by various factors with the focus on the gender factor. 
The subjects of this study are the officers of the Executive Officer (EO) 
Grade of the Hong Kong Civil Service. The civil service has a proclaimed 
personnel policy of equal opportunities irrespective of gender. It is therefore 
interesting to see if individuals serving in the civil service have feelings and 
perceptions which are commensurate with such premises. The E O grade is chosen 
mainly because it is a large grade in the civil service and thus a respectable sample 
size is more attainable. The grade is commonly perceived as quite gender-neutral 
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as the overall proportion of both gender groups is similar and the mainstream duties 
of the grade are financial and human resource management duties which in general 
do not require "gender-biased" professional qualifications. Given the proclaimed 
premise of equal opportunities and the generally "gender-neutral" perceptions 
about the E 0 grade , it is hypothesized that differences among the respondents with 
respect to their perceptions relating to their organisational experience are not 
attributable to the gender factor. 
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C H A P T E R II 
L I T E R A T U R E R E V I E W 
Three ma jo r perspectives are identified among literature addressing the 
d i f ferences among groups in career advancement and the effect iveness in the 
acquisition, development and exercise of power. They are: h u m a n capital 
perspect ive ,sociopsychological perspective and structural perspective. The 
approach fo l lowed in this study draws f rom these three perspectives. It is assumed 
that o n e ' s organisational experience and perceptions about the experience are a 
consequence of individual, sociopsychological and structural factors. Hence, the 
three perspectives identifed, each with its own set of variables, guide this paper. 
Human Capital Perspective 
The major perspective that permeates early literature on w o m e n in 
management has its focus on the human capital factors. According to the human 
capital theory (Beckor 1975), differences in individual achievement and career 
advancement could be largely explained by the level of voluntary investment in 
o n e ' s human capital in terms of education, training, ability, experience, hard work, 
overall effort, and productivity. Employers make rational decisions in choosing 
their employees，and only those candidiates with the best education and experience 
for t h e j o b are considered. Human capital theorists also argue that w o m e n invest in 
skills that are general and will not atrophy f rom disuse. This model then foucses on 
5 
the concept of voluntary choice and the degree to which w o m e n ' s choices func t ion 
to maintain their disadvantaged status (Kelly, 1991). 
Current literature generally concedes that the human capital theory does not 
adequately explain the differences of the two gender groups in career advancement . 
This perspective assumes that investment in education and j o b training pays off 
equally for all groups. This assumption has been refuted by a n u m b e r of 
researches. Besides, this perspective carries the notion of "blame-the-vic t im" and 
is seen to serve as a powerfu l rationalisation and legitimation for the less 
favourable career progress among women. 
Sociopsychologicial Perspective 
The sociopsychological perspective holds that the particular choices of 
people are socially established and are part of the institutional order. Individuals 
m a k e choices，but societal patterns shape the alternatives and make one choice 
more likely than another QS[ewman 1993). Two main themes are identified under 
the perspective in the literature. They are sex-role socialisation and sex-role 
stereotyping. 
Sex-role Socialisation 
Literature focusing on sex-role socialisation seeks to investigate if o n e ' s 
culturally prescribed role socialisation promotes sex-role differences that constitute 
powerful individual barriers to the exercise of power and career advancement for 
women . The proposition is that w o m e n ' s traditional roles of daughter, wife , and 
mother continue to influence w o m e n ' s current status and position in society. Men 
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and w o m e n are socialised to use different inf luence tactics and that this 
socialisation process carries to the work setting (Mainiero 1986). It is also 
suggested that because of the fantasy and fear of w o m e n ' s power , both m e n and 
w o m e n are socialised to accept a strongly-held stereotype of w o m e n as possess ing 
legit imate authority only to nurture. Therefore, a w o m e n is likely to have difficulty 
exercising authority in those areas which are seen as inappropriate to her sex role, 
and for wh ich she receives little or no early training (Bayes 8c N e w t o n 1978). 
Sex-role Stereotyping 
A number of surveys (Rosen & Jerdee 1974; Mai-Dal ton, Fe ldman-
Summers & Mitchell 1979; Larwood 1979; Kovach 1981; Berryman-Fink & 
Whee le s s 1992) lend support to the sex-role stereotyping theory, suggesting that 
instead of the differences in behaviors and values per se, it is the perception of 
significant others in the organisation (superiors, peers and subordinates) about the 
effect iveness and compatibility of those behaviours and values that is really 
significant and such perceptions are to a great extent affected by conscious and 
subconscious stereotyping based on gender. It is further argued that stereotypes 
may create a self-fulfilling prophecy in that behavior is mediated by the stereotypes' 
expectation CNewman 1993). The study by Brenner, Tomkiewicz and Schein 
(1989) shows that there has been little change in male managers ' sex-role 
stereotypying perceptions over the years f rom mid-1970s to late 1980s， though 
female managers no longer sex stereotype jobs. Although there are researches 
(Ragins 1990; Solomon, Brehony, Rothblum & Kelly 1982) which suggest that the 
effect of sex-role stereotyping can be tempered and sometimes even overridden by 
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other factors, such as direct experience with a person for a prolonged period and 
the demand foi a specific managerial skill in a well-defined situation, the sex-role 
stereotyping theory is still widely adopted among researches on w o m e n in 
management . 
Organisation-Structure Perspective 
Organisational structures and an individual 's role within the organisation 
also influenced one ' s organisational experience. The organisation structure model 
investigates the organisation's structural elements, such as selection procedures for 
j ob recruitment and entry, job assignment, relationship between formal and 
informal groups, training policies, promotion and reward systems impeding 
w o m e n ' s entrance and advancement in the workplace (Kanter 1977). Studies 
(Brass 1985; Heilman 1980) using this perspective suggest that w o m e n in 
management positions are not well-integrated into m e n ' s networks including the 
organisat ion's dominant coalition, which is usually male-biased in proportion. 
Promotions or upward mobility are significantly related to centraiity in dominant-
coalition interaction networks as such networks provide valuable sources of 
information, resources, and support that would in turn translate into influence. The 
situation is found to be particularly disadvantaged for women in traditional 
orgarisations or male-dominated professions where the upper level positions are 
perpetually dominated by male. 
Major References for Themes and Methodology 
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W h i l e the theoretical construct of the study d raws f r o m the above three 
ma in perspect ives, the aspects o f organisational exper ience that are to be focused 
on and the methodology of this study d raw reference mainly f r o m the fo l lowing 
f e w recent researches. 
Perceived Participation in Decis ion-making 
T h e theme of perceived participation in decis ion-making w a s examined in a 
survey conducted by Denton and Zeytinoglu in 1988 in a university setting wi th 
gender as the focus of analysis. The study investigates the extent and determinants 
of f emale -male di f ferences in perceived participation in decis ion-making and 
at tempts to ascertain the extent to which such differences are or are not a func t ion 
of work-rela ted factors and socio-demographic characteristics, rather than gender 
per se. The mult iple regression analysis w a s used. It w a s found that gender played 
an important role in the respondents ' perceived participation in decision- making 
wi th controls for all other factors. W o m e n were less likely than m e n to perceive 
themselves as participating in university decision-making. Other variables also 
found to be significant in explaining the differences were academic rank, visible or 
ethnic minority status，and membership in informal networks. N o significant ef fect 
w a s found for the possession of a Ph.D., the amount of teaching experience, the 
possession of tenure, having a mentor, or the proportion of w o m e n in the divis ion 's 
— faculty. 
For the present study，most of the above explanatory variables are also 
included and the multiple regression analysis method is used for the analyses of 
perceived self-efficacy, satisfaction with personal advancementand development 
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and perceived level of influence at various levels of the organisational hierarchy. 
Perceived part icipation in decis ion-making w a s treated in Den ton and Zey t inog lu ' s 
research as a single measure , whi le in this study, it is considered m o r e appropria te 
to examine perceived inf luence (including partcipation in decis ion-making 
commit tees) at various levels of the organisational hierarchy. In addition, this study 
also at tempts to ascertain if there is a significant relationship be tween perceived 
level ofinfluence and perceived self-efficacy. 
Upward and D o w n w a r d Inf luence Tactics 
T h e eight inf luence tactics used in this study for analysing preference for 
di f ferent inf luence tactics are directly adapted f r o m the study of Kipnis, Schmidt 
and Wi lk inson (1980). The eight dimensions were developed in their study 
through two comprehensive surveys fol lowed by content and factor analyses. 
In their study, it was found that the f requency with which each inf luence 
dimension w a s used related to the relative powers of the respondents and their 
targets o f in f luence , the reasons for exercising influence, the resistance o f t h e target 
person, the organisational status of the respondents，organisational size and 
whether the organisation was unionised. Sex of the respondents and sex of the 
respondents ' bosses，however, were not related to the choice of inf luence tactics in 
the study. 
The eight influence dimensions were also directly adapted in Schermerhorn 
and B o n d ' s (1990) comparative study of Hong Kong Chinese and Americans about 
the individual preference in the use of influence tactics. It was a laboratory type 
empirical research where respondents were presented with two different scenarios 
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of upward and downward influence situations and were requested to rate the 
preference in respect of each of the eight influence dimensions. The stud) focused 
on cultural differences but also touched on gender differences. Using M A N O V A 
and A N O V A analyses, it was found that: 
a) females in both the Hong Kong Chinese and American samples had a 
stronger preference for the rationality tactic than did males; and 
b) females in both the Hong Kong Chinese and American samples had 
stronger preferences for the use of coalition and upward appeal in 
downward influence situations, while males had stronger preferences for the 
use of ingratiation as a tactic for achieving downward influence. 
The present study attempts to re-examine whether there is a significant 
association between the frequency with which each influence tactic is used and the 
gender of the respondents. 
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C H A P T E R III 
T H E O R E T I C A L C O N S T R U C T O F S T U D Y 
It is wor th not ing that the four themes included in this study are all 
measured by the respondents ' o w n subjective perceptions. H e n c e this study is 
essentially an investigation into the dif ferences of two gender g roups ' 
organisat ional experience based on subjective evaluations, rather than an analysis 
of the gender di f ferences based on objective data. 
Instead of focusing on only one group of the factors, this study at tempts to 
include variables, where appropriate, f r o m all the above three perspectives in trying 
to explain the variances in perceptions in the four aspects ment ioned earlier. 
T h e h u m a n capital factors included here are: age，tenure (expressed in terms 
of length of service in the rank and length of service in the grade), domest ic 
constraints or support (expressed in terms of marital status and child-bearing 
responsibility). The factors of formal educational qualifications and j o b skills are 
not included as they are considered rather pheripheral to the themes being studied 
here; for advancement up the E O grade structure, these two factors are not relevant 
considerations in the formal selection process， though they may affect o n e ' s 
per formance and thus indirectly affect one ' s career advancement. 
The only variable included in this study that may be grouped under the 
sociopsychological model is perceived self-efficacy which is the self-evaluation of 
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respondents of their personal capabilities. It is believed that o n e ' s perceived self-
efficacy should bear close relation to one ' s motivation and should affect o n e ' s 
choice of influence tactics. It is however reckoned that this variable is intertwined 
wi th other human capital, societal and structural factors; a pe r son ' s evaluation of 
self-efficacy is made with reference to the human capital he/she objectively 
possessed, the evaluations of significant others upon him/her, and his/her 
perceptions about the compatibility of his/her attitudes and behaviours with those 
the organisational situation demands. Hence, in this study, perceived self-efficacy 
is also treated as a dependent variable so as to reveal more about the relationship 
between the variable with other explanatory variables. 
A study of the effects of sex-role socialisation and sex-role stereotyping on 
one ' s organisational experience will require a different research design f rom the 
present one; the more appropriate approach may be indepth interviews, direct 
observation of behaviours or a combination of both. Hence, these factors are not 
included due to the limitations of the research design. The results of the present 
study may however suggest that further research is warranted on the same subjects 
with the focus on these factors. 
The organisation structural factors included are: rank position, mentoring 
and sponsoring relationships, and degree of involvement in informal networks in 
the workplace and in the grade. A mentoring relationship is a relationship with a 
more experienced colleague that provides you with increased opportunities for 
advancement, corporate visibility, guidance and advice in an on-going manner. A 
sponsoring relationship is a relationship with an individual of higher status or 
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greater influence in the organisation that provides you with favoured status, special 
treatment, or increased power and influence. 
Again due to the limitation of the research design, only subjective data 
based on the respondents ' perceptions in respect of these factors except for rank 
position, are obtained for analysis. 
In the fol lowing analyses, gender is treated as a variable independent f rom 
the other explanatory variables mentioned above in the first place. The intention is 
to first evaluate the effect of gender with the other variables controlled. Under this 
construct, more specific inference about the effect of gender can be made f rom the 
results. The concern is that given that male and female managers are the same in 
terms of age, tenure, rank position etc., whether there is still any significant 
difference between the two gender groups in their perceptions about their 
organisational experience. And if gender is fbund to be a significant factor 
accounting for the variances in the perceptions, further researches on whether and 
how the factors not included in the model of the present study, i.e. sex-role 
socialisation, sex-role stereotyping, formal procedures f o r j o b assignment, selection 
for promotion etc., have contributed to the differences in the perceptions of the two 
gender groups would be warranted. 
It is also reckon that the gender factor may interact or significantly associate 
with the other factors inciuded in the analysis and thus for a more comprehensive 
gender analysis, it is not adequate to examine only the effect of the gender variable 
per se. In the course of analysis, when certain explanatory variables stand out as 
having significant effect on the dependent variables (respondents' perceptions 
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about their organisational experience), further statistical analysis will be conducted 
to examine if there is significant correlation and interaction between these factors 
and the gender variable. For example, if child-bearing responsibility is found to be 
a significant variable, the analysis will proceed to see if the two gender groups 
exhibit significant difference in evaluating their child-bearing responsibility. 
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C H A P T E R IV 
M E T H O D O L O G Y 
Participants 
As the participants of this study are all f rom the Executive Off icer ( E 0 ) 
grade of the Hong Kong civil service, a brief description of the grade is necessary 
to reveal more about the characteristics of the participants and those of the 
organisational context. 
The E 0 grade has a total of 1796 officers as at 1 July 1995. A breakdown 
is shown below (with basic salary range ins H K $ in bracket): 
T A B L E 1 
A breakdown of E 0 grade by rank and grade 
Rank Male Female Total 
Senior Principal Executive Officer 7 0 7 
(86,900 - 92,250) 
Principal Executive Officer 21 2 23 
(73,150-77,650) 
ChiefExecut ive Officer 89 46 0 5 
(56,980-65,645) 
Senior Executive Officer 2^1 192 453 
(35,735-54,985) ; 
Executive Officer I 274 360 634 
(27,570-34,690) 
Executive Officer II 1 ^ 348 544 
(16,475-26,335) 
1 ^ m 948 1796 
L___ l 
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The off icers are diversely distributed in various government policy branches 
and executive departments. Postings, promotions and other major personnel 
matters are centrally administered by a division in the Civil Service Branch. All 
E O s are recruited at the rank of Executive Officer II and progress up to the higher 
ranks by internal promotion. The minimum academic qualification required for 
entry is completion of matriculation (Form Six) but a majority of the new 
appointees are university graduates. N o particular qualification is required for 
promotion to higher ranks. According to civil service regulations, consideration for 
promotion is purely on individuals' merits. Only when no officer stands out as 
more suitable will seniority be given weight. 
Promotion boards are formed every year specifically for selecting candidates 
for promotion. The boards would comprise officers who are of higher rank than 
the officers being considered. The performance appraisal reports form the basis of 
information about one ' s merits. Unless there are very strong justifications, board 
members ' personal knowledge of candidates should not creep into the deliberation 
process. 
Table 2 shows the characteristics of the sample respondents by gender. 
In the present sample, the proportional representation between male and 
female officers varied across ranks, with male being the majority at the SEO and 
above ranks and female being the majority at the EOI and EOII ranks. A common 
sense explanation is that for appointment into the E O grade，the minimum 
academic qualification required is completion of matriculation. SEOs and above 
were recruited into the grade at least eight to ten years ago when the number of 
17 
w o m e n having completed matriculation was much smaller than that of men. As the 
number of w o m e n receiving tertiary level education has increased substantially 
over the years and the job nature of the E 0 grade is commonly perceived as quite 
compatible with feminine traits, it is therefore not surprising that more w o m e n 
having b e e n j o i n i n g the grade in the past six to seven years. 
T A B L E 2 
Sample Characteristics 
Characteristics women (7V=164) men(A^=143) 
Age [mean in years] 29.93 (6.3) 34.25 (9.15) 
Rank position [actual number] 
C E O or above 5 15 
SEO 18 30 
EOI 76 54 
EQII ^ 44 
Length of service in grade [mean in years] 6.57 (6.05) 9.59 (7.75) 
Length of service in present rank [mean in 2.39 (2.06) 3.17 (2.83) 
years] 
"Married 36% 46% 
Having child-bearing responsibility 20% 35% 
Numbers in ( ) are standard deviations 
Procedure 
1000 copies of a self-completion questionaire were mailed to the 
departmental secretaries of 20 government departments, which are randomly 
selected among the departments on the Hong Kong Government 's telephone 
directory until the number of officers accumulates to around 1000. The 
departmental secretaries were requested to distribute the questionaires to all the 
EOs in their respective departments. One departmental secretary of a department 
with 35 EOs refused to assist, giving the reason that the information requested in 
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the questionaire w a s too personal. 143 male and 164 female E O s completed and 
returned the questionaires, representing a total response rate of about 30%. 
Measurements 
Dependent variables 
The dependent variables for this study are perceived self-efficacy (PSE), 
satisfaction with career and personal advancement (SCPA), perceived level of 
influence (PLI), and frequency of use of various tactics for upward and downward 
influence (FIT). 
The questionaire contains a number of items designed to assess the 
respondents ' perceiptions of the four dependent variables. These items arevrated 
on a 5-point scale. For PSE, PLI and SCPA, 1 represents strongly agree and 5 
represents strongly disagree. For FIT, 1 represents very often and 5 represents 
rarely. 
The questionaire contained 10 items on PSE, 5 items on PCPA, 6 items on 
PLI, and 16 items on FIT. (A sample of the questionaire is attached at Appendix.) 
Independent (explanatory) variables 
The following explanatory variables are included: 
1 • gender 
2. perceived self-efficacy (which is also a dependent variable); 
3. position rank 
4. length of service in the grade 




8. network in the workplace 
9. network in the grade 
10. age 
11. marital status 
12. child-bearing responsibility 
Perceived self-efficacy 
There are 10 items on this variable. The self-efficacy measure is adapted 
directly f rom that devised by a post-graduate student with target subjects being 
Chinese. The items had been content and factor analysed. For the present study, a 
factor analysis (principle component method) of these items indicates one single 
factor with Eigen value of 4.45, with each item having roughly equivalent factor 
loadings. Thus, the scores for the ten items of each respondent are summed to give 
a single measurement. Missing values are replaced by the mean score of the other 
scored items by the same respondent. A lower score represents greater self-
confidence. 
Position Rank 
There are four categories for the respondents to choose. They are: C E O or 
above, SEO, EOI and EOII. 
Length of service 
Respondents are asked to mdicate their length of service in the grade and 
length of service in the rank in years. By substracting the years service in the rank 
f rom the years of service in the grade，we can get the length of service before 
promotion to the present rank. This last measure served as an objective measure 
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for compar i s ion of pace of career advancement be tween the two gender g roups at 
each rank posit ion. 
Men to r and sponsor 
There are two i tems on mentor and two on sponsor. Responden ts are asked 
to indicate if they have had any mentor ing/sponsorship relationship, and if the 
answer is aff i rmative, to indicate whether the mentor /sponsor is male or f ema le and 
superior or peer. 
In formal N e t w o r k s 
For EOs , there are two informal networks in the work setting, one is the 
workp lace ne twork , i.e. col leagues in the same department, and the other is the 
ne twork wi th other E O s w h o are diversely distributed in other departments. O n e 
i tem is devoted to each network. Respondents are asked to indicate their 
involvement in the ne tworks on a 5-point scale，with lower score indicating greater 
involvement. 
Socio-demographic characteristics 
A g e is expressed in years. Sex is expressed as male or female. Marital 
status is broadly categorised into married and not married. Seperated, divorced， 
w i d o w e d and never married are categorised as not married. Child-bearing 
responsibility is expressed in terms of either having a child or children and not 
having any children. 
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Data Analysis Methods 
Multiple regression analyses were conducted for the dependent variables: 
perceived self-efficacy, satisfaction with career and personal advancement and 
perceived participation in decision-making at various levels. The multiple 
regression analysis was chosen because it enables the evaluation of the aggregate 
effects of catagorical and ordinal independent variables and simultaneously the 
separate effect of each independent variable with control of other independent 
variables. 
First, a zero-order regression is conducted between a dependent variable 
and each independent variable to show the relationship between the two variables 
without the effects of other explanatory variables taken into account. Then the 
dependent variable was regressed on a full set of all the independent (explanatory) 
variables. This shows the aggregate effects of all the independent variables and at 
the same time the effect of each independent variable when the effects of other 
independent variables have been taken into account or controlled. 
The problems of having highly correlated independent variables 
(multicollinearity) and there being significant interaction between independent 
variables entered into a multiple regression are noted. In our sample, it has been 
found that position rank, length of service in the grade and age are highly correlated 
with one another (r>0.6) and marital status and child-bearing responsibility are 
. highly correlated with each other (r>0.6). That means when entered into a 
regression together, a very significant portion of the effect of each of these 
variables will overlap that of other variables or the other variable in explaining the 
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var iance of a dependent variable. Hence , fo l lowing the ful l regression, another 
regress ion wi th a reduced number of independent variables will be conducted. In 
the reduced model , either child-bearing responsibili ty or marital status is included 
and similarly, either age or position rank or length of service in the grade is 
included. T h e criterion for inclusion is a relatively greater standardised coeff ic ient 
in the zero-order regression. . 
For interaction effects, the main concern for the present study is the 
interaction be tween the gender and rank position. C o m m o n sense leads to the 
suspiscion that male and female respondents of different ranks may behave 
differently. M A N O V A s are therefore conducted to detect if significant interaction 
be tween the two factors present for any of the dependent variables and if so，t-tests 
are then conducted to detect any significant difference be tween male and female 
respondents within the various rank levels. 
« 
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C H A P T E R V 
FJNDJNGS 
Mentor 
51 (31%) female respondents and 40 (28%) male respondents reported 
having had mentor(s). A breakdown by rank and gender is shown below: 
T A B L E 3 
Respondents reported having had mentor(s) 
C E O or above SEO EOI EOII — 
Type of mentor F M F M F M F M 
male superior 0 2 3 0 14 13 15 9 
female superior 0 0 2 1 11 8 7 5 
male peer 0 2 0 2 4 3 9 3 
female peer 0 0 0 2 3 2 8 6 
At the C E O or above ranks, none of the 5 female respondents reported 
having had a mentoring relationship while 4 out of the 15 male respondents 
reported having had such a relationship. At the SEO rank, the number of mentors 
reported by both gender groups are equal but female respondents reported having 
only superiors as mentors while male respondents reported having mostly peers as 
mentors. At the two junior ranks, EOI and EOII, female respondents reported 
greater number of mentors and for both gender groups, it is more common for 
superiors (as compared to peers) and males (as compared to females) to be 
mentors. 
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C o m m o n across all ranks is the greater number of male mentors than female 
mentors. This result may be attributable to the smaller proportion of w o m e n in 
senior positions (not necessarily of the E 0 grade) to play a mentoring role. 
Sponsor 
16 (10%) female respondents and 13 (9%) male respondents reported 
having had sponsoring relationships. A breakdown by rank and gender is shown 
below: 
« 
T A B L E 4 
Respondents having had sponsor(s) 
C E O or above SEO EOI EOII “ 
Type of sponsor F M F M F M F M 
male superior 0 0 1 4 9 6 2 3 
female superior 0 0 0 1 5 1 2 1 
male peer 0 0 0 1 2 0 0 0 
female peer 0 0 0 0 0 0 0 0 
N o respondent at the C E O or above ranks reported having had sponors in 
their career. At the SEO rank, male respondents reported a greater number of 
sponsors while at the EOI rank, female respondents reported a greater number of 
sponsors. The number of sponsors at the EOII rank is equal between the two 
gender groups. 
Common across the SEO，EOI and EOII ranks is the greater number of 
male sponsors as compared to female sponsors. This result may again be 
attributable to the larger proportion of men in senior positions (not necessarily of 
the E O grade) to play a sponsoring role. 
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Length of Service in the Grade 
before Promotion to the Present Rank 
The average years of service before promotion to the present rank by rank 
and gender is shown below: 
T A B L E 5 
Average years of service in grade before promotion to present rank 
Rank Female Male t-test significance 
level 
C E O or above 21.5 18.97 .108 
S E O 12.64 12.67 .970 
EOI 4.61 4.68 .872 
EOII | j |_0 not applicable 
The independent sample t-tests show that there is no significant difference 
in length of service in the grade before promotion to the present rank between male 
and female respondents at each rank. 
Satisfaction with Career and Personal Advancement 
A factor analysis for the five items shows one single factor with Eigen value 
over one (3.420). Factor loadings of the items are between 0.743 to 0.910. As 
there is only one significant factor and there is little variation in the factor loadings 
among the items, the scores of the items for each respondents are summed to give a 
single measurement - satisfaction with career and personal advancement. 
A M A N O V A shows that there is no significant interaction effect between 
gender and rank for the set of items on satisfaction. The univariate F-tests reveal 
no significant interaction effect between the two factors for any single item. 
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Table 6 shows the statistical results of the analysis for the variable. 
T A B L E 6 
Effects of independent variables on Satisfaction with career and personal 
advancement 
standardized regression coefficent (beta) 
zero- full reduced final 
Independent variables order model model model 
^ = ^ a S S = ^ S = ^ ^ ^ S S : = ^ ^ S S a ^ S S B B B S ^ S S = ^ ^ S B ^ ^ ^ s s ^ ^ ^ ^ B B B ^ ^ s B ^ ^ ^ ^ ^ S S ^ ^ ^ = s s ^ ^ s = ^ ^ ^ ^ ^ s ^ ^ ^ s s ^ ^ ^ s ^ ^ ^ 
Gender .082 .103 .092 
(significance level) (.151) (.064) (.095) 
Rank 
EOII reference reference reference 
EOI -.033 -.068 -.032 
SEO -.072 -.085 -.032 
C E O or above -.140* -.116 -.063 
Length of service in the present .001 -.004 -.000 
rank 
Length of service in the grade -.102 .204 
Sponsor .009 ".079 —080 
Mentor -.084 -.101 : . 0 9 0 
Network 
Workplace .360** .261** .261** .271** 
Grade .211** .125* .118* .128* 
. S ocio-demographic variables: 
Age -.130* -.189 
Marital status -.108 .023 .006 
Child bearing responsibility -.088 .023 
Perceived self-efficacy .272** .162** .173** . 1 6 2 * * ~ 
R value .445 ' .436 .411 
Adjusted R square .159 .159 .160 
Standard error | 3 . 8 7 | 3 . 8 7 — 3 . 8 6 
*statistically significant at the 0.05 level **at 0.01 level 
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In the full model , effects of grade network, workplace network and self-
efficacy are found to be significant with control of other variables. All these 
variables are positively correlated with the degree of satisfaction. That is, 
respondents having higher self-efficacy assessment and greater involvement in 
workplace network and grade network are more satisfied with their career 
advancement and self-development. Gender is only marginally significant (0.064). 
Female respondents tend to be more satisfied than male respondents. 
The reduced model gives similar results with minor variation in significance 
levels. The effect of gender is decreased. 
Perceived Level of Influence 
A M A N O V A shows that there is no significant interaction effect between 
sex and rank for the full set of items on perceived participation in decision making. 
Univariate F-tests reveal no significant interaction effect between the two factors 
for any single item. 
. ， 
Perceived Level of Participation in 
Decision-making Committees 
Table 7 shows the results of statistical analysis on this dependent variable. 
In the full model, only self-efficacy and workplace network have significant effects. 
Both are positively correlated with the dependent variable. Greater involvement in 
workplace network and higher self-efficacy assessment correspond with higher 
levels of perceived participation. 
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T A B L E 7 
Effects of independent variables on perceived level of participation 
in decision-making committees 
standardized regression coefficent (beta) 
zero-order full model reduced final 
Independent variables model model 
Gender -.107 -.042 -.040 
(significance level) (0.064) (.457) (.476) 
Rank 
EOII reference reference reference reference 
EOI -.026 .029 -.000 -.008 
S E O -.222** -.076 -.143* -.172** 
C E O or above -.268** -.113 -.188** -.2Q5** 
Length of service in the present -.120* .004 -.032 
rank 
Length of service in the grade -.305** -. 180 
Sponsor T o 5 7 T o 3 2 -.033 
Mentor -.039 -.056 -.062 
Network 
Workplace .173** .169** .170** 
Grade -.024 -.026 
Socio-demographic variables; 
Age -.262** .073 
Marital status -.147* .090 
Child bearing responsibilities -.221** -.099 -.038 
“Perceived self-efficacy .262** .137* .131* .135* 一 
R value .421 .4120 .400 
Adjusted R square .137 .138 .145 
Standard error 1.975 1.974 1.965 
*siatistically significant at the 0.05 level **at 0.01 level 
In the reduced model, marital status, age and length of service in the grade 
are excluded f rom the list of explanatory variables. Rank then has a significant 
effect; respondents of senior ranks tend to have higher levels of perceived 
participation. Effects of self-efficacy and workplace network remain very 
significant. 
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Gender does not have a significant effect in any of the above regression 
models . 
Perceived Level of Influence in 
Decision-making Committees 
T A B L E 8 
Effects of independent variables on perceived level 
of influence in decision-making committees 
standardized regression coefficent (beta) 
zero- full reduced final 
Independent variables order model model model 
Gender ^054 ° 0 ^ H 1 
(significance level) (.359) (.405) (.506) 
Rank 
EOII reference reference reference reference 
EOI -.126** -.000 -.123* -.106 
S E O -.341** -.041 -.309** -.273** 
C E O or above -.405** -.077 -.354** -.318** 
Length of service in the present -.123* .135 -.025 
rank 
Length of service in the grade -.441** -.330 
‘ S p o n s o r - . 042 一005 ~ 0 8 
‘Mentor -.045 T o 9 6 T o 8 9 
Network 
Workplace .352** .208** .205** .206** 
Grade .073 -.020 -.029 
Socio-demographic variables: 
Age -.403** -.137 
Marital status -.248** .003 
Child bearing responsibilities -.231** .100 .062 
Perceived self-efficacy 3 ^ * * .172** ^ * * ~ .191** 
M g ^ ^ ^ ^ ^ g g g g g j g ^ g ^ ^ ^ ^ ^ ^ ^ g g g S j | ^ B S J j g ^ ^ ^ ^ ^ ^ S B O S ^ ^ ^ ^ B S ^ ^ ^ ^ B S S B ^ ^ ^ S & S ^ ^ ^ ^ & S B ^ ^ ^ ^ ^ ^ ^ B I S S S 8 S S 8 S S ^ B ^ S ^ 9 S S S S l S ^ ^ ^ 8 S ^ ^ ^ ^ ^ ^ ^ ^ B 8 S S S & ^ ^ ^ ^ ^ ^ ^ ^ B 8 B 8 8 B B S I ^ ^ ^ ^ ^ ^ ^ ^ ^ S B B S 8 & S B S ^ ^ ^ ^ ^ S B B X S X B S B S S B ^ ^ ^ S 
R value -577 .565 .555 
Adjusted R square .300 ] 9 3 ~96 
Standard error .950 .952 .949 ‘ 
^statistically significant at the 0.05 level **at 0.01 level 
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Under the full model, only self-efficacy and workplace network have 
significant effects. Both are positively correlated with the dependent variable. 
Greater involvement in workplace network and higher self-efficacy assessment 
correspond wi th higher levels of perceived influence. 
In the reduced model, marital status, age and length of service in the grade 
are excluded f rom the list of explanatory variables. Rank then has significant 
effect; respondents of senior ranks tend to have higher perceived levels of 
participation. Effects of self-efficacy and workplace network remain significant. 
Gender does not have a significant effect in any of the above regression 
models. 
Perceived Level of Influence at Functional Section Level 
Results of the statistical analysis for this variable is shown in table 9. In the 
full model, only self-efficacy and workplace network have significant effects. Both 
are positively correlated with the dependent variable. Greater involvement in 
workplace network and higher self-efficacy assessment correspond with higher 
levels of perceived influence. 
In the reduced model, child-bearing responsibility’ age and length of service 
in the grade are excluded f rom the list of explanatory variables. Rank then has a 
significant effect; respondents of the SEO rank have the highest perceived level of 
influence. This may be due to the fact that SEOs are usually the heads of the 
functional sections at departments, while a CEO usually oversees a division that 
comprises several functional sections. CEOs thus do not perceive as high level of 
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inf luence at the functional sections as SEOs. Effects of selfefficacy and workplace 
network remain significant. 
Gender does not have a significant effect in any of the above regression 
models. 
T A B L E 9 * 
Effects of independent variables on perceived level of influence 
at functional section level 
standardized regression coefficent (beta) 
zero- full reduced final 
Independent variables order model model model 
Gender 7 ^ 1 !004 -.002 
(.290) (.939) (.975) 
Rank 
EOII reference reference reference reference 
EOI -.167** -.118 -.154* -.134* 
SEO -.297** -.163 -.231** -.213** 
C E O or above -.269** -.111 -.183** -.164** 
Length of service in the present -.131* -.009 -.051 
rank 
Length of service in the grade —.331** -.059 
—Sponsor -.048 .027 .026 — 
Mentor T o 3 3 -.074 T ^ 0 
Network 
Workplace .396** .286** .281** .274** 
Grade .092 -.003 -.007 
Socio-demographic variables: 
Age -.099 
Marital status -.187** .037 .057 
Child bearing responsibilities .072 
Terceived self-efficacy 一 .387** ".219** .236** . 2 3 1 * * 一 
T ^ a l u e .534 — .530 .522 
Adjusted R square .250 .254 .261 
" s ^ d a r d error 1.891 | . 8 8 9 | . 8 8 5 
*statistically significant at the 0.05 level **at 0.01 level 
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Perceived Level of Influence at division level 
T A B L E 10 
Effec ts of independent variables on perceived level of influence in division 
^ standardized regression coefficent (beta) 
zero- full reduced final 
Independent variables order model model model 
Gender ^To4 T H ? -.024 
(.071) (.611) (.645) 
Rank 
EOII reference reference reference reference 
EOI -.137* -.016 -.102 - .108 
S E O -.305** -.053 -.211** -.223** 
C E O or above -.338** -.079 -.245** -.245** 
Length of service in the present -.134* .052 -.029 
rank 
Length of service in the grade -.388** -.250 
Sponsor -.102 -.065 -.065 — 
Mentor -.000 -.027 -.029 — 
Network 
Workplace .330** .166** .159** .180** 
Grade .138* .054 .052 
Socio-demographic variables: 
Age -.350** -.024 
Marital status -.237** -.023 .002 
Child bearing responsibilities -.216** .065 
"Perceived self-efficacy .401** . 2 3 9 * * ^ .257** “ .260** 
R value 苗 ~ 3 8 ~ 1 .522 
Adjusted R square .254 .255 .260 
"standard error -914 | . 9 1 4 .910 
*statistically significant at the 0.05 level **at 0.01 level 
In the full model, only self-efficacy and workplace network have significant 
effects. Both are positively correlated with the dependent variable. Greater 
involvement in workplace network and higher self-efficacy assessment correspond 
with higher levels of perceived influence. 
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In the reduced model, child-bearing responsibility’ age and length of service 
in the grade were deleted f rom the list of explanatory variables. Rank then has 
significant effects; respondents of the C E O rank have the highest perceived level of 
influence. As explained in the above，a C E O usually oversees a division. Effects 
of self-efficacy and workplace network remain significant. 
Gender does not have a significant effect in any of the above regression 
models. 
Perceived Level of Influence at Department Level 
Results of the statistical analysis for the variable is shown in Table 11. In 
the full model, only self-efficacy and workplace network have significant effects. 
Both are positively correlated with the dependent variable. Greater involvement in 
workplace network and higher self-efficacy assessment correspond with higher 
levels of perceived influence. 
In the reduced model, marital status, age and length of service in the grade 
were deleted f rom the list of explanatory variables. Rank then has significant 
effects; respondents of the CEO rank have the highest perceived level of influence. 
Effects of self-efficacy and workplace network remain significant. 
Gender does not have a significant effect in any of the above regression 
models. 
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T A B L E 11 
Effects of independent variables on perceived level of influence 
at department level 
standardized regression coefficent (beta) 
zero-order full model reduced final 
Independent variables model model 
Gender -.038 0.069 ~ 
(.514) (.176) (.188) 
Rank 
EOII reference reference reference reference 
EOI -.116* .097 -.072 -.095 
S E O -.310** .112 -.222** -.258** 
C E O or above -.451** -.020 -.368** -.383** 
Length of service in the present -. 190** . 110 .024 
rank 
Length of service in the grade -.488** -.446** 
"Sponsor -.050 -.046 -.039 
"Mentor . .053 .009 .009 
Network 
Workplace .324** .191** .185** .193 
Grade .072 -.014 ^ ^ 
Socio-demographic variables: 
Age -.446** -.109 
Marital status -.306** -.036 
Child-bearing responsibility -.313** .018 -.042 
"Perceived self-efficacy .303** .090 .129** .128* 
" R v a l u e .578 .556 .545 
Adjusted R square .30J .283 ".285 
"standard error .895 .907 .906 
*statistically significant at the 0.05 level **at 0.01 level 
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Perceived Degree ofEqual Influence 
This variable measures the extent to which respondents perceive having 
equal influence as colleagues of equivalent ranking. 
T A B L E 12 
Ef fec t s of independent variables on perceived degree of equal inf luence 
standardized regression coeff icent (beta) 
zero-order | full reduced final 
Independent variables model model model 
Gende r - .086 - .014 - .023 
(.131) (.797) ( .665) 
R a n k 
E O I I reference reference reference reference 
E O I - .202** -.083 - .168** - .175** 
S E O -.218** .076 - .116 - .144* 
C E O or above - .314** -.003 - .209** - .228** 
Leng th of service in the present - .157** .047 - .079 
rank 
Leng th of service in the grade - .342** - .226 
—Sponsor T o i 6 ^ 6 .029 
l ^ e n t o r .036 -.015 -.011 — 
N e t w o r k 
W o r k p l a c e .307** .200** .193** .178** 
Grade ^ - .000 -.011 
Socio-demographic variables: 
A g e - .332** .152 
Marital status - .176** .091 
Child bearmg responsibilities - .208** - .109 - .002 
T e r c e i v e d self-efficacy _ .345** — .196** .220** ~ 2 2 8 * * 
° R v a l u e .484 .469 — .461 
"Adjus ted R square — .197 .191 _ 2 0 0 
S t a n d a r d error | 1.802 .806 | . 8 0 1 
^statistically significant at the 0.05 level **at 0.01 level 
Again, in the full model，only self-efficacy and workplace network have 
significant effects. Both are positively correlated with the dependent variable. 
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Greater involvement in workplace network and higher selfefficacy assessment 
correspond with higher level of equity in personal influence. 
In the reduced model, marital status, age and length of service in the grade 
were deleted f rom the list of explanatory variables. Rank then has significant 
effects; respondents of the C E O rank have the highest perceived level of influence 
fo l lowed by respondents of EOI. SEOs and EOIIs do not differ significantly in this 
item. Effects of selfefficacy and workplace network remain significant. 
Gender does not have a significant effect in any of the above regression 
models. 
Overview of the findings for Perceived Level of Influence 
Consistently for all the six items, gender does not have significant effect in 
any of the regression models, while self-efficacy and workplace network are found 
to be consistently significant for all six items in all the regression models. 
Rank position becomes significant in the reduced model for all items, with 
officers of the C E O or above rank having the highest perceived influence at the 
divisional level and SEO having the highest perceived influence at the sectional 
level. This result is consistent with the usual scope of responsibility of the 
respective ranks. 
Self-efficacy and workplace network consistently have highly significant 
effects on satisfaction and perceived participation in decision-making. It is 
therefore interesting to see if the variable is significantly associated with other 
explanatory variables, in particular, the variable of sex. Here, self-efficacy is treated 
as a dependent variable and regressed on the full set of explanatory variables. 
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Perceived Self-efficacy 
T A B L E 13 
Effects of independent variables on perceived self-efficacy 
standardized regression coefficent (beta) 
zero- full reduced final 
Independent variables order model model model 
Gender -.125* -.074 -.096 -1.00 
(significance level) (.028) (.169) (.076) (.063) 
Rank 
EOII reference reference reference reference 
EOI -.070 .141 -.017 .048 
S E O -.244** .205 -.137* -.192** 
C E O or above -.2Q8** .277* -.079 -.121* 
Length of service in the present rank -. 125* .180* -.040 
Length of service in the grade -.302** -.270 
Sponsor -.040 "-.008 : . 0 0 3 
Mentor .052 .025 ^ 
Network 
Workplace .357** .313** .320** .329** 
Grade .105 .038 .022 
Socio-demographic variables: 
Age -.347** -.385** 
Marital status -.236** -.067 -.080 
Child bearing responsibilities -.198** .123 
R value .494 ~440 .429 
Adjusted R square .2M .166 ".17Q 
Standard error 4.78 4.91 一 4.90 
*statistically significant at the 0.05 level **at 0.01 level 
In the full model, age, workplace network, service in the present rank and 
rank positon indicate significant effects. Greater age and higher involvement in 
workplace network correlates with higher level of self-efficacy assessment. The 
beta of C E O rank position and that of length of service in the present rank are 
interesting reading. The positive sign of the betas indicate that respondents of CEO 
i 
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and above ranks have lower self-efficacy assessment than respondents of EOII 
rank, and respondents having longer service m the present rank have lower self-
efficacy assessment than respondents having shorter service. It is suspected that 
these beta readings are resulted f rom the problem of multicollinearity among age, 
length ofservice in the present rank, rank position, and length of service in the 
grade. 
In the reduced model, only workplace network and rank position (SEO as 
compared to EOII) have significant effects. 
Gender has significant effects in the zero-order regression model; male 
respondents have higher self-efficacy assessment than female respondents. 
However , when other explanatory variables are taken into account and controlled, 
sex has no significant effect. 
Workplace Network 
Results of the statistical analysis for the workplace network as a dependent 
variable is shown in table 14. The results are similar in both the full model and the 
reduced model. Rank position (CEO or above as compared to EOII), sponsor, 
grade network and perceived self-efficacy have significant effects. Senior rank 
position, having a sponsoring relationship, greater involvement in grade network 
and higher perceived self-efficacy correspond with greater involvement in 
workplace network. 
Gender has no significant effect in any of the models. 
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T A B L E 14 
Effects o f independen t variables on workplace network 
standardized regression coefficent (beta) 
zero-order full model reduced final 
Independent variables model model 
™^^ ^^ ^^ ^^ ^^ ®^s®^ ™^^ =^™s^ «^s^ =^as^ =^a^ =^aae ^ s:^ ^^ ^^ ssa:^ ^^ = ssssaa^ ^^ s^s^ ^^ sss ^^ s^ ^^ s^^ ^^ ^^ ss ^^ B^S^ ^^ B=^ ^^ = 
Gender .047 .094 .097 
(significance level) (.416) (.082) (.069) 
Rank 
EOII reference reference reference reference 
EOI -.063 -.056 -.024 -.028 
SEO -.107 -.074 -.000 - .019 
C E O or above -.216** -.202 -.124* -.146** 
Length of service in the grade -. 164** .103 
Length of service in the present -.000 .020 .067 
rank 
Sponsor -.156** -.140** -.142** -.142** “ 
Mentor -.054 -.046 -.046 
Grade network .245** .172** .176** .196** 
Socio-demographic variables: 
Age -.155** .036 
Marital status -.045 
Child bearing -.178** -.109 -.126 
responsibilities 
Perceived self-efficacy 3 ? 7 * * "TTs** .312** .305** 
R value .481 .479 .455 
Adjusted R square .197 .203 .192 
Standard error .851 .848 .854 
^statistically significant at the 0.05 level **at 0.01 level 
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Frequency of Use of Upward and Downward Influence Tactics 
Upward influence 
The results of the analysis for the frequency of use of influence intactics for 
upward influence are shown in tables 15 to 17. 
T A B L E 15 
Means and significance levels 
of frequency of use of tactics for upward influence 
Rank 
Mluence tactics CEO SEO EOI EOII 
F M F I M T " | M - F | M 
bigratiation 4.60 4.20 3.61 3.90 3.71 3.83 3.89 3.34 
Rationality 1.00 1.27 1.33 1.43 1.67 1.76 1.86 1.86 
Assertiveness 3.60 3.80 3.72 3.83 3.71 3.93 4.15 3.61 
Exchange 4.60 4.53 4.61 4.50 4.33 4.43 4.49 4.00 
Upward Appeal 3.00 4.20 4.28 4.10 3.78 3.83 4.02 3.91 
Threaten 5.00 5.00 4.89 4.80 4.66 4.80 4.69 4.64 
Blocking 5.00 4.87 4.83 4.73 4.79 4.81 4.94 4.55 
Coalition 2.40 2.80 2.83 2.93 3.01 2.91 3.05 2.95 
(smaller figures represent higher frequencies) 
TABLE 16 
Pillais multivariate tests of significance of simple and interaction effects on 
frequency of use of tactics for upward influence 
Rank Sex Rank x Sex 
— .002** .440 .121 
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T A B L E 17 
Univar ia te F-tests of s ignif icance of simple and interaction ef fec ts on 
f requency of use of tactics for upward inf luence 
Signif icance level 
In f luence tactics Rank S ^ Rank x Sex 
Ingrat iat ion .055 .426 .042* 
Rationali ty .000** .285 .880 
Asser t iveness .818 .981 .008** 
E x c h a n g e .176 .312 .084 
U p w a r d Appea l .081 .132 .102 
Threa ten .196 .988 .656 
Block ing .633 .108 .052 
Coal i t ion .542 ^ .783 
^statistically significant at the 0.05 level **at 0.01 level 
T h e M A N O V A reveals a large main effect of rank on the eight upward 
inf leunce tactics. There is no main effect of sex and interaction be tween rank and 
sex. 
The A N O V A s run for each influence tactic reveal that the main effect of 
rank concentrates on rationality; the more senior the off icer is，the higher the 
f requency of use of this tactic. Whi le the interaction between rank and sex is not 
significant on the full set of influence tactics, it has a large effect on ingratiation 
and rationality seperately and has marginal significant effect on assertiveness and 
blocking. 
Simple effect t-tests have been run for ingratiation, assertiveness and 
blocking to detect the rank(s) at which the differences between male and female 
respondents are significant. It is found that for all the three tactics, significant 
6 
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differences between the two sex groups only present at the EOII rank ( p = 0 0 8 , 
.000,.006 respectively), with female EOIIs using these three tactics less frequently. 
Downward influence 
The results o f t h e analysis for the frequency of use of influence intactics for 
upward influence are shown in tables 18 to 20. 
TABLE 18 
Means and significance levels 
of frequency of use of tactics for downward influence 
Rank 
Mluence tactics CEO SEO EOI EOII 
F M F M - F I M ~ F | M 
higratiation 3.20 3.87 2.89 3.17 3.09 3.09 3.00 2.74 
Rationality 1.20 1.60 1.67 1.87 1.82 1.87 1.88 1.98 
Assertiveness 3.60 3.60 3.28 3.13 2.84 3.17 2.95 2.77 
Exchange 5.00 4.67 4.33 4.50 3.99 4.26 4.35 3.51 
Upward Appeal 4.20 4.00 3.22 3.63 3.00 3.39 2.94 3.05 
Threaten 5.00 5.00 4.83 4.77 4.50 4.61 4.60 4.16 
Blocking 5.00 5.00 4.89 4.83 4.79 4.76 4.88 4.51 
Coalition 3.60 4.53 3.33 3.83 3.12 3.69 3.45 3.12 
(smaller figures represent higher frequencies) 
TABLE 19 
Pillais multivariate tests of significance of simple and interaction effects on 
frequency of use of tactics for downward influence 
Rank Sex Rank x Sex 
.0Q7** .125 .091 
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T A B L E 20 
Univariate F-tests of significance of simple and interaction effects on 
frequency of use of tactics for downward influence 
Significance level 
Inf luence tactics Rank Sex Rank x S e x ~ 
Ingratiation .135 .341 .331 
Rationality .088 .135 .837 
Assertiveness .028* .992 .240 
Exchange .001** .230 .000** 
Upward Appeal .002** .329 .624 
Threaten .004** .451 .078 
Blocking .137 .220 .124 
Coalition ^ .029* .016* 
*statistically significant at the 0.05 level **at 0.01 level 
The M A N O V A reveals a large main effect of rank on the eight downward 
infleunce tactics. There is no main effect of sex and interaction between rank and 
sex. 
The A N O V A s run for each influence tactic reveal that the differences 
among rank groups are significant for assertiveness, exchange, upward appeal and 
threaten'’ in general, the officers in the upper ranks use these tactics less frequently. 
The differences between the two sex groups are significant for coalition only. The 
interaction between rank and sex has a large effect on exchange and coalition. 
Simple effect t-tests have been run for exchange and coalition to detect the 
rank(s) at which the differences between male and female respondents are 
significant. It is found that for exchange, the difference is significant only at the 
EOII rank (p=0.000), with female EOIIs use the tactic less frequently. For 
m 
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coalition, the difference is significant only at the EOI rank (p=0.008), with female 
EOIs use the tactic more frequently. 
• j ' 
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. C H A P T E R VI 
DISCUSSION 
Satisfaction with Career and Personal Advancement 
On satisfaction with career and personal advancement, there is no 
significant difference has been found between the male and female respondents, 
w h e n other explanatory variables are not taken into account. W h e n other variables 
are controlled, it is found that the gender effect is marginally significant 
(significance level= 0.064). From common sense, a person ' s evaluation of his 
career advancement is made with reference to two aspects. First is the 
advancement in objective terms, ie. income, position and other observable 
achievements. Second is the person 's aspirations with respect to these matters. It 
is possible that a person in a j u n i o r position and with low income is more satisfied 
than another in an upper position and higher income, due to the fact that the former 
person has much lower aspirations about these. In the analysis where other 
variables are controlled, the comparision is made between male and female 
managers given that their rank positions is the same which also imply that their 
incomes are within the same range. The result that female managers are marginally 
more satisfied than male managers may imply that^emale managers have slightly 
lower aspirations about income and position, j 
46 
Perceived Level of Inf luence 
As regards perceived influence, the gender ef fec t is not s ignif icant in the 
analyses wi th and other variables controlled, whi le it is marginally significant in the 
analyses for perceived participation in decis ion-making commit tees (s ignif icance 
level=0.064, wi th female managers perceiving lower part icipation) and for 
perceived inf luence at the division level (signif icance level=0.071, wi th female 
manager s perceiving lower degree of influence). In the civil service setting, the 
main power base is the authority ascribed to a position. Hence , among the 
explanatory variables, it is reasonable to assume that rank posit ion is the most 
important. Given the above results, it is suspected that the disparity of results 
be tween the analyses wi th and without rank position controlled may be partly due 
r . . . 
to the fact that the proportion of w o m e n is much smaller in the upper ranks than in 
the lower r a n k s . , •^ 
The attention is then drawn to the issue of whether w o m e n are 
disadvantaged in the actual progress of career advancement. The relevant 
information available in this study is the length of service in the grade before 
promot ion to the present rank. The t-tests analyses do not show that there is 
significant difference in the length of service between the female and male 
participants before they are promoted to the present rank. This somehow refutes 
the proposit ion that the progress in career advancement in the E O grade of the civil 
service for w o m e n is slower than that for men，though one may further suspect that 
w o m e n in the process may have to make more strenous efforts to attain 
advancement. 
47 
Frequency of Use of Influence Tactics 
Overall, the gender effect on the frequency of use of influence tactics is not 
significant. It is only significant in respect of a f ew tactics, and for each of these 
tactics at only one rank. For upward influence, it is found that female EOIIs use 
the tactics of ingratiation, assertiveness and blocking less frequently than male 
EOIIs. According to Schermerthorn and Bond (1991), ingratiation can result in 
complications when in future side-payments might be required. They also reasoned 
people are less likely to try ingratiation with superiors because of anticipated 
reprisals for breaching the implied power-distance in the relationship. 
Based on the above reasoning, it is speculated that female EOIIs are more 
sensitive to the power-distance implied by the disparity in rank position and are less 
prone to take the risk of future side-payments. Assertiveness is more related to the 
legal power base. If female EOIIs are more sensitive to the power distance implied 
by the disparity in legal power with their superiors, they will be less willing to use 
assertiveness. Blocking is subtle form of coercion and it implies punishment. 
Coercive power may induce greater resistance than reward power as suggested in 
studies on power bases (French and Raven 1985). Female EOIIs may be more 
sensitive to the problems associated with this power base and thus are less willing 
to use the blocking tactic. 
For downward influence, it is found that female EOIIs use exchange less 
frequently than male EOIIs, and female EOIs use coalition more frequently less 
male EOIs. Exchange is associated with the reward power base. Using reward-
based influence may undermine one 's power by assuming an unnecessary 
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obligation to one ' s subordinate. The result of this study that female junior 
managers are less likely to use reward-based power does not agree with previous 
studies OViley and Eskilson 1982; Wheeless and Berryman-Fmk 1985) that w o m e n 
are more prone to use reward-based influence than man to obtain compliance f rom 
subordinates. As for the result for coalition, it agrees with the result of the study by 
Schermerthorn and Bond (1991) who suggest that coalition may be viewed by 
w o m e n managers as a way to neutralise an influence attempt and distance 
themselves personally f rom the activity. 
Overview of Themes in the Study 
Data analyses of the various dependent variables included in this study 
reveal a fairly consistent pattem that gender is not a significant factor for 
explaining differences among respondents when the effects of other explanatory 
variables are taken into account. With control of other relevant variables, gender 
difference has not contributed to respondents ' differences in: satisfaction with 
career and personal development, perceived level of participation in decision-
making at various levels, and has very marginal effect on the frequency of use of 
different influence tactics. Interaction between gender and rank position also is not 
significant except for a few dimensions of influence tactics. The analyses of the 
relationship between gencL:' and those variables exhibiting high significance 
(workplace network and selfefficacy) also reveal that there was no significant 
association between gender and these variables. 
These results do not lend support to the proposition that gender is a 
significant factor affecting one 's organisational experience. Rather, the results are 
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in general commensurate with the proclaimed personnel policy of the civil service 
o f f a i rnes s irrespective of gender. These results however are not adequate to refute 
the views advocating that w o m e n ' s career advancement and effectiveness of 
exercising power are hindered by gender-biased barriers, as some of the variables 
under the three main perspectives discussed have not been included in the study 
due to limitations of the research design. 
Wi th reference to the human capital theory, the results do not lend support 
to the proposition that differences in career advancement and influence between 
groups are at large attributable to individual differences in human capital. None of 
the human capital factors (tenure reflected by the lengths of service in grade and in 
rank, domestic constraints reflected by marital status and child-bearing 
responsibility) have exhibited significant effect in the analyses of the dependent 
variables. Nevertheless, it can be argued that some other human capital factors that 
have not been included in the analyses, such as formal educational qualification, 
specific skills (e.g. computer literacy) may be the truely significant factors. 
It is interesting to note that perceived self-efficacy and workplace network 
have been consistently significant in the analyses for satisfaction with career and 
personal advancement and perceived participation in decision-making. 
The significance of workplace network in this study is consistent with the 
organisation-structure perspective discussed in the Literature Review section.. 
However, the present study has not addressed the assumption that centrality in 
informal networks can be readily translated into influence and upward mobility 
applies in the present contexi as suggested by structural therists. In a government 
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setting, there is a well established set of procedure regarding dissimulation of 
work-related iLformation; which persons have access to which information in terms 
of level of confidentiality and subject category are well defined. 
As regards influence, the civil service is commonly perceived as a highly 
structured organisation with clear and detailed delineation of the authorities 
entailed in each position. Hence, in principle, there should be little residual space 
left for one to exert influence using other power bases other than legal power in 
such a setting. Besides, on the surface, centrality in informal networks should not 
have played an important role in one ' s upward mobility as promotion is based 
mainly on performance records; one ' s personal relationship with colleagues should 
not have significant effect on one ' s promotion opportunities. Given these 
understandings about the civil service,, a more intricate inquiry into the relationship 
between informal networks in the workplace and the variables of perceived 
influence and career advancement in the government setting may be required in 
order to throw more insights. 
In view of the organisational setting, a more probable relationship between 
workplace network and influence is that others seek out influential people much 
more often than the influential seek out the others. People in the organisation may 
be more apt to exchange valuable information with persons whom they perceive to 
be influential. Thus, centrality in the workplace network and influence may build 
upon each other, so that the influential become even more influential. 
Nevertheless, in the first place, a person may not become influential due to 
centrality in the workplace network. 
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Mentor ing and sponsoring are also variables suggested by structural 
theorists. In this study, only a very small proportion of respondents reported having 
had a mentoring relationship and a even smaller proportion reported having had a 
sponsoring relationship in their career. In the regression analyses, the two factors 
also did not exhibit significant effects except for workplace network where sponsor 
shows a significant effect. The findings may be attributable to the fact that EOs are 
transferred f rom one post to another at intervals of two to three years and this 
posting arrangement may have constrained the development of mentoring and 
sponsoring relationships. Another reason may be that mentoring and sponsoring 
relationships are essentially personal relationships and in a highly structured 
bureaucracy such as that of the civil service, there should be little space for these 
personal relationships to exert significant effect on career advancement and 
participation in decision-making. Indeed, the author suspects that in most 
respondents ' minds, the nature of a sponsoring relationship is rather incompatible 
with the values of fairness and impartiality said to be upheld by the civil service. 
Thus, the small number of respondents reported having had a sponsoring 
relationship may be partly due to a subconscious reluctance to admit such a 
relationship even if that exists. 
The regression analysis for perceived self-efficacy shows that among the 
explanatory variables included, workplace network is very highly correlated with 
the variable and position rank is marginally correlated (oniy SEO as compared to 
EOII is statistically significant) in the reduced model. Contrarary to intuitive 
speculation, respondents of the highest rank (CEO and above) did not report 
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significantly greater self-confidence when compared to respondents of the lowest 
rank. Although workplace network and perceived self-efflcacy are highly correlated 
with controls for other independent variables, a cause and effect relationship cannot 
be readily established through the analysis in this study. To ascertain such a 
relationship would require a micro-level analysis, maybe, through indepth 
interviews and unobstructive observation ofbehaviors . 
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C H A P T E R VII 
C O N C L U S I O N A N D S U G G E S T I O N 
F O R F U T U R E R E S E A R C H 
This study serves to throw more light on differences in perceptions about 
organisational experience among managers in the public sector. The analyses in 
the study also serve to complement studies on the same themes using different 
methodologies and with different settings. It is considered that the quantitative 
analyses used for this study have achieved the purpose of making more specific 
inferences f rom the survey results on the effect of gender. 
Much questions are generated or left unanswered in this study, in particular, 
questions pertaining to causal effects of the explanatory variables upon the 
dependent variables. For studies on organisational behaviors, data collected f rom a 
questionaire survey often lack the depth to establish clear and solid relationships 
among variables and the present study also has such a shortcoming. Further 
investigations through more micro-level behavioral studies are required to throw 
insights into the intricate relationships among the variables, how they actually work 
on one another in forming the managers ' perceptions with regard to the aspects of 
organisational life. 
The sample of this study is taken from only one grade of civil ser. ants and 
its characteristics may not be representative of other civil service grades. The grade 
is a much less male-dominated grade when compared to other civil service grades 
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of with middle to senior managerial posts such as the Administrative Off icer grade 
and the professional grades. The Administrative Officer (AO) grade may be a good 
comparison with the Executive Officer grade as the academic qualification required 
for entry is similar to that of the E 0 grade and the officers o f t h e A O grade are also 
diversely distributed in various policy branches and government departments. Yet， 
the A O grade is different in that the grade is much smaller (about 400 in total) and 
they are destined to head the policy branches and government departments. Instead 
of being concerned with internal administration like the EOs, A O s are mainly 
involved in formulating and dissimulation of public policies. Because of their 
occupying such vital positions, power and influence are expected to be more 
prominent issues in the organisational behaviors of the AOs. And female AOs can 
be very interested subjects for studies about women in powerful positions. 
- E N D -
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I am a part-time student of the Chinese University of Hong Kong. This questionaire is 
for my research project on management styles of managers in the public sector. 
Officers in the Executive Officer Grade are my interested subjects as I had been 
serving in the grade for about seven years. Filling in this questionaire will only take 
you 5 to 10 minuties and I can assure you that it will be a revealing and enjoyable 
process. Grateful ifyou would complete and return it to me (envelop attached) within 
one week. All the information in the questionaire will be for research purpose only 
and will be treated in the strictest confidence. 
Thank You very much. 
Anita SIT 
Please choose and circle a number on the point scale to 
indicate the extent to which you a^ee/disa^ee with the {彪叩1乂 ^S^^^ 
„ „ . 2 agree to some extent 
following statements. 3 uncertain 
4 disagree to some extent 
5 strongly disagree 
1. I can always manage to solve difficult problems i f I try 1 2 3 4 5 
hard enough. 
2. If someone opposes me, I can find means and ways to 1 2 3 4 5 
get what I want. 
3. It is easy for me to stick to my aims and accomplish 1 2 3 4 5 
my goals. 
4. I am confident that I could deal efficiently with 1 2 3 4 5 
unexpected events. 
5. Thanks to my resourcefulness, I know how to handle 1 2 3 4 5 
unforeseen situations. 
6. I can solve most problems if I invest the necessary 1 2 3 4 5 
effort. 
7. I can remain calm when facing difficulties because I 1 2 3 4 5 
can rely on my coping abilities. 
8. When I am confronted with a problem, I can usually 1 2 3 4 5 
fmd several solutions. 
9. If I am in a bind, I can usually think of something to 1 2 3 4 5 
do. 
10. No matter of what comes my way, I am usually able 1 2 3 4 5 
to handle it. 
se 
11.1 am satisfied with the success I have achieved in my 1 2 3 4 5 
career so far. 
12.1 am satisfied with the progress I have made toward 1 2 3 4 5 
meeting my overall career goals. 
13.1 am satisfied with the progress I have made toward 1 2 3 4 5 
meeting my goals for income. 
14.1 am satisfied with the progress I have made toward 1 2 3 4 5 
meeting my goals for advancement. 
15.1 am satisfied with the progress I have made toward 1 2 3 4 5 
meeting my goals for self-development. 
16.1 have a network of colleagues in the Executive 1 2 3 4 5 
Officer Grade who help me keep ahead of events. 
17.1 have a network of colleagues in the 1 2 3 4 5 
Department/Branch who help me keep ahead of 
events. 
18.1 have been a member of important decision making 1 2 3 4 5 
committees or working groups in the 
Department/Branch 
19.1 feel my voice is heard at the committee meetings 1 2 3 4 5 
20 .1 feel my voice is heard in my sectionAmit 1 2 3 4 5 
21.1 feel my voice is heard in my division 1 2 3 4 5 
22.1 feel my voice is heard in my Departmenty^ranch 1 2 3 4 5 
23. My point of view concerning decisions on matters 1 2 3 4 5 
about my sectiony'divisionyDepartment/Branch is given 
at least equal consideration to that of my colleagues 
of equivalent ranking ! 哪 _ 
2 often 
3 occasionally 
Please indicate how often you have used the jollowing 4 丽〜 
tactics to influence your superiors in the past six months 5 neyer 
24. Praise and flatter him/her at some point prior to 1 2 3 4 5 
actually making my request. 
25. Present hinVher with facts and information in support 1 2 3 4 5 
of my request 
26. Insist repeatedly that he/she do as I request 1 2 3 4 5 
27. Threaten to stop working with hinVher until he gives 1 2 3 4 5 
in to my request 
57 28. Obtain the support of my co-workers to back up my 1 2 3 4 5 
request 
29. Offer an exchange of favours (eg if you do this for 1 2 3 4 5 
me，I will do something for you), to back up my 
request 
30. Obtain the informal support of his/her boss, to back 1 2 3 4 5 
up my request. 
31. Use his/her reputation and/or position as a threat (eg. 1 2 3 4 5 
hint at telling other persons he is a bad manager) to 
back up my request 
Please indicate how often you have used the following 
tactics to influence your subordinates in the past six 
months 
32. Praise and flatter him;^her at some point prior to 1 2 3 4 5 
actually making my request. 
33. Present hinVher with facts and information in support 1 2 3 4 5 
of my request 
34. Insist repeatedly that he/she do as I request 1 2 3 4 5 
35. Offer an exchange of favours (eg if you do this for 1 2 3 4 5 
me, I will do something for you), to back up my 
request. 
36. Obtain the informal support of my boss to back up my 1 2 3 4 5 
request. 
37. Use his/her reputation and/or position as a threat (eg. 1 2 3 .4 5 
hint at firing him, or trying to get him fired) to back 
up my request 
38. Threaten to stop working with him/her until he gives 1 2 3 4 5 
in to my request 
39. Obtain the support of other subordinates or his/her 1 2 3 4 5 
co-workers to back up my request 
40. Has anyone provided you with a mentoring Yes / No 
relationship related to your work/career so far? (a 
mentoring relationship is a relationship with a more 
experienced colleague that provides you with 
increased opportunities for advancement, corporate 
visibility, guidance and advice in an on-going 
manner) 
58 
41. If yes, that person is/was iplease tick, can choose more than — a male superior 
one answer) — a femp^e superior 
— a male peer 
— a female peer 
42. Has anyone provided you with a sponsoring relationship Yes / No 
related to your work7career so far? (a sponsoring relationship 
is a relationship with an individual of higher status or greater 
influence in the organisation that provides you with 
"favoured status”, special treatment, or increased power and 
influence) 
43. If yes, that person is/was (please tick, can choose more than 一a male superior 
one answer) — a female superior 
— a male peer 
—a female peer 
Things about You 
Age: below 25 / 25 to 29 / 30 to 34 / 35 to 39 / 40 to 44 / 45 to 50 / over 50 
Sex,. Male / Female 
Present Rank: CEO or above / SEO / EOI / EOII 
Length of service in the present rank: years 
Age when appointed to present rank: 
Length of service in the E0 grade: years 
Marital status: 
Married / Divorced / Seperated / Widowed / Never married 
Child-hearingresponsibilities: 
I have (no.) children and the youngest one is of years of age 
- end -
Thank You Very Much !! 
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